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Abstract 
The aim was to measure the impact of national culture - presented in the following dimensions: 1. "Power Distance", 2. 
"Individualisms and Collectivism", 3. "Masculinity and Feminity" 4. "Certainty and Uncertainty" and 5. "Time orientation "- the 
way of working of the sampled Slovak managers. For assuring the highest validity of the Students results was used paired t-test . 
Based on these results it can be stated that the various dimensions of the work of managers of all levels (first-line, middle, top) 
dominate the following attributes: 1.Style with little power distance; 2.Individualistic style of work; 3.The feminine style of 
work; 4.Requiring certainty of work; 5. Long - time work orientation.  
© 2016 The Authors. Published by Elsevier B.V. 
Peer-review under responsibility of the Organizing Committee of BEM2015. 
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1. Introduction 
The typology of national cultures was created as a result of practical needs. Since the mid-20th century with the 
formation of globalization tendencies (especially after establishing the EEC - European Economic Community in 
year 1957), the international trade has been strongly developing. Gradually the processes of communication between 
managers of different countries intensified. In doing so, cultural differences (barrier) between members of different 
countries began to become obvious. Therefore some experts have begun to explore what those differences are 
affected or influenced by. Number of cultures in the world is not exactly identified although there are some 
ethnological archives and databases, which contain summaries and characteristics of human cultures. For example 
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the Ethnographic Atlas (1967), which exists at the Yale University (USA), provides an overview of the 1264 ethnic 
cultures.  
Geert Hofstede, who is considered the "father of modern intercultural research" understands culture as a pattern 
of thoughts and behavior, which is learnt by every individual in the environment in which he or she grows up 
(Hofstede, 2003, p. 5). He compares culture to "software of the mind". “Software” is programmed long-time, which 
results in similar reactions in similar situations. This programming is invisible to humans, but is reflected in the 
words and actions and human behavior which can be observed .  
We can find largely consistent opinions on culture with those of G. Hofstede in the works of other authors. 
According to Peterson culture is a relatively stable set of internal values and beliefs and these values and beliefs 
have a clear impact on the behavior of people (Peterson, 2004, p. 17). Berry believes that people are on one hand co-
creators of their culture and society, but on the other hand, their behavior is managed by this culture (Berry et al. 
2002, p. 229). Culture is not the expression of consciousness, but consciousness is an expression of cultural and 
social activities (Murphy, 1989, p. 23). According to PrĤcha each nation has its own culture and in this case the 
concept of "national culture" can be used (PrĤcha, 2010, p. 31). Another opinion is offered by Droppa, who states 
that when analyzing the success of various management strategies, production, sales and return of investments it is 
confirmed that they depend on those who manage these processes (Droppa, 2010, p. 6). Even on the basis of these 
opinions it can be concluded that they confirm culture as a collective programming of the mind which distinguishes 
members of one group from another group and it is essential to realize that the importance of the human factor for 
the successful operation of the company in a difficult market environment is particularly important (Hittmár, 2011, 
p. 129). Main, defining feature of national cultures, which is decisive even in comparison of national cultures, are 
the values. In humans, the value reflects the level of importance assigned to them (Birknerová, Frankovský, 2012, p. 
45).  The impact of national cultures is significant even in people management. Many experts consider people 
management to be the most difficult of managers’ roles (Budaj et al. 2009, p. 161).  
Hofstede (2003, p. 13) points out that national cultures differ in 5 basic dimensions. The first dimension takes 
into account the ways any given culture perceives inequality or the extent to which inequality is accepted as a 
natural part of the hierarchy of society. This dimension is called power distance. Degree of integration of an 
individual into a group represents dimension individualism – collectivism. Different perception of social roles of 
men and women is called masculinity – feminity. The degree of tolerance for new and unknown is the fourth 
dimension, which is called certainty – uncertainty or uncertainty avoidance. Willingness to meet the needs at 
different time horizons is the fifth dimension called long-time and short-time orientation.  
Nowadays – based on many researches (Hofstede, 2003, p. 17) – there is no doubt that national culture 
significantly influences the work of managers. Differences in national cultures can become a reality for the 
management of organizations and also one of the key factors influencing their success especially in management of 
multinational, multicultural organizations, both public and private ones.  
Aim of the research : To identify the impact of national culture on the work style of slovak managers in the first-
line management, middle level management and top management. To implement the stated objective based on the 
G. Hofsted’s theory about the national culture.  
2. Material and Methods 
Material  
For the solution of the selected issue were used the following key literary sources:  
Hofstede, G. 2003.  Cultures and Organizations : Software of the mind. London : Profile books LTD. Hittmár, Š. 
2011. Manažment;  Droppa, M.  Riadenie Đudských zdrojov 1. 2010; Murphy, R., F. Cultural and Social   
Antropology. 2010;  6. Peterson, B. Cultural Intelligence.  2010; 7. Prucha, J. Interkulturní komunikace 2004; 8. 
Rieþan , B., Lamoš, F., Lenárt, C . PravdepodobnosĢ a matematická štatistika. 1992. 
 
Methods  
The sample represented small, medium and large companies in various fields of industry and providing services, 
first-line, middle and top management from all functional departments.  
The representativeness of selection: 
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According to data published by the Statistical Office of the Slovak Republic in 2011, the registered number of 
managerial employees was 81516 people (http://px-web.statistics.sk/PXWeb 
Slovak/database/Sk/03TrhPrace/06Zamest/02zamest_velke_podniky/02zamest_velke_podniky.asp).  
The basic set is a group of managers of businesses and organizations in the SR with 20 or more employees. The 
research was conducted during 2012.  There were distributed 710 questionnaires. Our research was carried out on a 
selective sample of 552 respondents. Size selection for the research we determined using by the calculation of the 
sample on the website (http://www.raosoft.com/sample size.html).  According to this calculation, the recommended 
minimum sample size is 383 respondents with 5% margin of error and 95% confidence level and assuming uniform 
distribution of responses. The range of our sample of 552 persons with selective tolerance of 4.2% therefore we 
considered as adequate. Of the 552 respondents represents 60.1 % of men (332 persons) and 39.9% of women (220 
persons). This division of the sample according to the gender distribution approximately corresponds to the 
population of all managerial employees, where a total of 81 516 people, a 62.6% of men (50 992 persons) and 
37.4% of women (30 524 people).  
Questionnaire survey among the samples of slovak managers was the work style assessed in a following 
dimensions of national culture: the "Power distance", "Individualism-Collectivism", "Masculinity-Feminity", 
"Certainty-Uncertainty" and "Time orientation ". The level of significance of the variables was assessed from a 
substantive point of view. Student's paired t-test comparison of the characters was used to ensure results‘ high 
validity. 
For the research purpose of the national culture impact (its various dimensions) on the managers‘ work there 
were below variables selected. For assuring the highest validity of the results Students par t-test was used (Rieþan et 
al, 1992, p. 302). And it was selected a value of t-test, t = 2; it was able to set the variables with high differences and 
the respondents also evaluate them as a different. The value of the variables: 
Based on the values assigned by respondends (scale 1-12, 1 - the lowest significance) to the twelve selected 
variables for each dimension of the national culture, an arithmetic average was calculated for each variable. 
Differences between the arithmetic averages of the pairs of the selected variables (listed from the maximum to the 
minimum value) were compared using Student’s t-test (for the probability = 0.95); see relations (1) to (7) 
 
Differences between variables: 
         ;    (1) 
 
The second power of diferences 
:         ;    (2) 
 
Average diference: 
        ;    (3) 
 
 
Average value of the second power of differences:  
        ;  (4) 
Scatter of differences: 
       ;   (5) 
 
Unbiased estimate of standard deviation: 
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        ;     (6) 
 
 
Test value: 
        .   (7) 
 
Due to the limited extent of the contribution will be listed detailed procedure of determination of the work´ style 
variables only for the dimension of culture "Power distance". Determination of variables that characterize the 
managers working style for other dimensions of national culture ( "Individualisms and Collectivism", "Masculinity 
and Feminity", "Certainty-Uncertainty" and "Time orientation " ) is analogous, in the article are therefore given to 
these other dimensions only observed results. The results were calculated for all dimensions of national culture. 
  
Variables for dimension "Power distance" 
X1 –  superiors and subordinates are not equal to each other; X2 –superiors‘ openness by an opinion of the 
subordinates; X3 – duty to take decisions, to give orders to subordinates; X4 – the acceptance of the team members‘ 
participation on the decision making process; X5  –  significant salary differentiation in terms of upper and lower 
organization; X6 – privileges and symbols belongs to the performance of the managerial function; X7 – acceptance 
of subordinates‘ dissenting opinions; X8 – mutual distrust of employees is normal; X9 – younger age superiors are 
preferred before older age superiors; X10 – organization’s hierarchy reflects the real existential and social inequality; 
X11 – subordinates are not afraid to disagree with their democratic superior; X12 – hierarchy in the organizational 
structure is not considered as a unalterable entity. Variables immanent to the culture of high power distance : X1, X3, 
X5, X6, X8, X10. Variables immanent to the culture of little power distance : X2, X4, X7, X9, X11, X12. 
3.  Results and Discussion 
   Results 
Based on the tests‘ value it was possible to determine the variables, which differ siginificantly. Levels of 
significance of variables for each out of the five dimensions of national culture were calculated for the assessed 
management levels (first - line, middle and top management). First significance level (SL) the most important, has 
been assigned a numerical value of 1.  
The values of variables (according to the level of significance) are corresponding to different characteristics of 
the managers‘ work style. An opinion about the nature of managers‘ work was taken based on the result of the 
comparison.    Evaluation of the culture of the manager‘s work style for the dimension „Power distance“ is stated  in 
Table 1and Table 2.  
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Table 1. Calculation of the variables‘ significance levels for the dimension of national culture „Power distance“. 
First-line management -  
273 respondends 
Middle management - 
 178 respondends 
Top management - 
 101 respondends 
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  X1, X8  X6, X10  
X8 4.75   
6. SL  -  
X8   
      
X8 4.06   
6. SL  
- 
X8   
 
Table 2. Structure of the variables for the dimension  „Power distance“ depending on the significance levels).  
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First-line 
management 
X3 X2, X4,X12 X9 X5, X6,X7,  
X11 
X1, X10 X8 
Middle management X3 X4, X9,X12 X2 X5, X6,X7,  
X10,X11 
X1, X8 
 
________ 
Top management X3 X2, X12 X4, X7, X9  
              
X1,X5, X11             
 
X6,X10 X8 
  
 
Legend for the Tables 1, 2 : 1. SL – first level of significance, is the most significant. 3. SL – third level of 
significance...  6. SL – sixth level of significance. The level of the significance with the highest number is the least 
significant. 
 
Evaluation of the culture of the managers‘ work style for the dimension „Power distance "  
1. First-line management   
The numerical value of variables immanent to the work style for the culture with a high power  distance : (X1, X3, 
X5, X6, X8, X10) = 0.6+1+0.7+0.7+0.5+0.6 =  4.1. 
The numerical value of variables immanent to the work style for the culture with a little power distance : (X2, X4, 
X7, X9, X11, X12) =   0.9+0.9+0.7+0.8+0.7+0.9 = 4.9.             
2. Middle management 
     A. The numerical value of variables immanent to the work style for the culture with a  high power   distance :  
         (X1, X3, X5, X6, X8, X10) = 0.6+1+0.7+0.7+0.6+0.7 =  4.3. 
     B. The numerical value of variables immanent to the work style for the culture with a little power distance :  
         (X2, X4, X7, X9, X11, X12) = 0.8+0.9+0.7+0.9+0.7+0.9 =  4.9.   
3. Top management 
     A. The numerical value of variables immanent to the work style for the culture with a high power  distance :  
          (X1, X3, X5, X6, X8, X10) = 0.7+1+0.7+0.6+0.5+0.6 = 4.1. 
     B. The numerical value of variables immanent to the work style for the culture with a little power distance :  
         (X2, X4, X7, X9, X11, X12) = 0.9+0.8+0.8+0.8+0.7+0.9 = 4.9. 
 
Evaluation of the culture of the managers‘ work style for the dimension „Individualism-Collectivism“ "  
 1. First-line management   
The numerical value of variables immanent to the work style for the culture with an individualistic work style : 
(X3, X5, X7, X8, X9, X10) = 0.9+0.9+0.9+0.8+0.9+0.7 = 5.1. 
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The numerical value of variables immanent to the work style for the culture with an collective work style : (X1, 
X2, X4, X6, X11, X12) = 0.6+1+0.7+1+0.6+0.6 = 4.5. 
2. Middle management 
The numerical value of variables immanent to the work style for the culture with an individualistic work style : 
(X3, X5, X7, X8, X9, X10) = 0.9+0.9+0.9+0.9+1+0.8 = 5.4.      
The numerical value of variables immanent to the work style for the culture with an collective work style : (X1, 
X2, X4, X6, X11, X12) =   0.7+1+0.8+1+0.7+0.8 = 5.0.   
3. Top management 
The numerical value of variables immanent to the work style for the culture with an individualistic work style : 
(X3, X5, X7, X8, X9, X10) = 0.9+1+0.9+0.9+0.9+0.8 = 5.4. 
The numerical value of variables immanent to the work style for the culture with an collective work style : (X1, 
X2, X4, X6, X11, X12) =  0.8+1+0.9+1+0.8+0.8 = 5.3.   
 
Evaluation of the culture of the managers‘ work style for the dimension „Masculinity - Feminity“  
1. First - line management   
The numerical value of variables immanent to the masculine culture of the managers‘ work style : (X2, X3, X4, 
X7, X8, X12) = 0.7+0.7+0.7+0.9+1+0.6 = 4.6. 
The numerical value of variables immanent to the feminine culture of the managers‘ work style 
: (X1, X5, X6, X9, X10, X11) = 0.8+0.9+0.9+0.9+0.9+1 = 5.4.  
2. Middle management 
The numerical value of variables immanent to the masculine culture of the managers‘ work style 
: (X2, X3, X4, X7, X8, X12) = 0,8+0,8+0,8+1+1+0,8 = 5,2.  
B. The numerical value of variables immanent to the feminine culture of the managers‘ work style : (X1, X5, X6, 
X9, X10, X11) = 0.9+0.9+0.9+0.9+0.9+1 = 5.5. 
3. Top management 
The numerical value of variables immanent to the masculine culture of the managers‘ work style  
: (X2, X3, X4, X7, X8, X12) = 0.7+0.8+0.8+1+1+0.8 = 5.1. 
The numerical value of variables immanent to the feminine culture of the managers‘ work style  
: (X1, X5, X6, X9, X10, X11) = 0.9+0.9+1+0.9+0.9+1 = 5.6. 
 
Based on the calculated values corresponding to the different style of work selected samples of Slovak managers 
can be drawn the following conclusions : 
 Dimension of “Power distance”. Managers of all levels (first-line, middle, top) tend to the culture style 
with little power distance. Most significantly, this trend manifests itself in the first-line and the top management 
(value of the difference between the count value of variables particular to each style of work is for both lines 0.8), 
for middle management is 0.6. 
 Dimension of “Individualism – Collectivism”. Managers of all levels (first-line, middle, top) tend to the 
culture individualistic style of work. Most significantly, this trend manifests itself in the first-line management 
(value of the difference between the count value of variables particular to each style of work is 0.6), for the middle 
management is 0.4 and for the top management is 0.1. 
 Dimension of “Masculinity – Feminity”. Managers of all levels (first-line, middle, top) tend to the culture 
of  the feminine style of work. Most significantly, this trend manifests itself in the first-line management (value of 
the difference between the count value of variables particular to each style of work is 0.8) for the middle 
management is 0.3 and for the top management is 0.5. 
 Dimension of “Certainty – Uncertainty”. Managers of all levels (first-line, middle, top) tend to the culture 
of work requiring certainty. Most significantly, this trend manifests itself in the top management (value of the 
difference between the count value of variables particular to each style of work is 0.7) for the firet-line management 
is 0.6 and for the middle management is 0.5. 
 Dimension of “Time Orientation” Managers of all levels (first-line, middle, top) tend to the culture of long 
– time orientation work. Most significantly, this trend manifests itself in the first-line management (value of the 
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difference between the count value of variables particular to each style of work is 0.7) for the middle management is 
0.5 and for the top management is 0.4. 
The gained knowledge can be practically used in favor of activities of enterprises (real or potential) either 
national or foreign. Their knowledge allows basic orientation - especially in foreign subjects - for such an important 
phenomenon, such as organizational culture that significantly affect the success of fulfilling the objectives of 
entrepreneurial subjects. 
4.      Discussion 
Based on the above mentioned it can be concluded that for efficient implementation the enterprise´s goals is 
necessary to adapt the nature of managers´ work. Therefore, it is important to know what the nature of work they 
prefer, respectively, as would be preferred. Looking ahead, remaining problem is the evolving nature of markets and 
considering the appropriateness of managers´ work style. Opinions about this issue may be different and further 
discussed. 
5. Conclusion 
Contribution to the development of science and practice: 
Enrichment of the theory and practice in terms of the way of observations‘ exact solution in regards to the impact 
of national culture on the managers‘ work style. 
Acquired results may serve as an information for the foreign investors about the culture of the slovak managers‘ 
work style. 
Opportunity to compare foreign investors‘ visions about the culture of the manager’s work style and the culture 
of the work style of slovak managers.  
Content orientation to career‘s education of the slovak managers with the aim to shape required culture foreign 
investors of the managers‘ work style. 
Cultural patterns of its implementation determine an individual in the sense that he is interacting with them, and 
thus creates the modal personality. Therefore, the assumption that management is the same or that it becomes the 
same throughout the world cannot be confirmed.  
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